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This study examined factors influencing employees motivation in private hospitals in Tanzania with a case of Rabininsia Memorial Hospital. More specifically, this study determined the influence of intrinsic factors on employee motivation and find out that the influence of extrinsic factors on employee motivation.     Data was gathered using questionnaire and results evaluated using the Statistical Package of Social Scientists Program (SPSS). Findings indicated that recognition and workplace cooperation as well as employee competence and ability influence employee motivation. Findings showed that wage structure, leadership style, the system of reward and promotion and organizational communication and information flow influence employee motivation. The study concludes that the intrinsic driving force in individuals that starts and sustains a sequence of acts and reactions is essential. It is therefore important that the administration of the Rabininsia Memorial Hospital know what extrinsic factors motivate the employees to be more motivated. In order to increase workplace motivation, the majority of external influences were managed by the Rabininsia Memorial Hospital and may be used by management as well. The report suggests that the management of Rabininsia Memorial Hospital should adopt strategies and procedures that impact employee motivation positively. These strategies should be consistent with general organizational objectives and goals, and should contribute to the strategies for long-term and short-term human resources in the Hospital.
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This Chapter provides information on the subject, the problem statement, the research objective, the research questions and the importance of the study and its organization.

1.2 Background to the Study
Each company in the world wants to be as competitive as the current environment (Mudor & Tookon, 2015). Regardless of scale and organization, organizations, understand their important role and effect on their organizational results, aspire to attract the finest employees. Companies should build a good and constructive relationship with their employees to resolve barriers, direct them towards fulfilment and ensure job satisfaction (Fisher, 2017). In order to meet their goals and priorities, companies are implementing approaches to gain profitability and increase their competitiveness on increasingly competitive markets. Nevertheless, only a few businesses consider their most important advantage of employees which can contribute to corporate collapse and high workforce losses, if not well managed (Fisher, 2017). 

Employers have the job of inspiring workers and maintaining their workers' high work satisfaction (Ran, 2015). It takes time and resources to develop programs and policies that promote satisfaction at work and inspire workers. Unless the employer understands the benefits of corporate support, it can easily justify employee policy (Takeshi, 2016). When workers are dissatisfied and are not inspired to meet their duties and ambitions, the company cannot thrive. Individuals have different needs that compete constantly and vary from person to person. Growing individuals have various variations of desires, as some people rely on safety and some are inspired by success. If managers can understand, predict and monitor employees ' actions, they'll also know what they want. Consequently, a manager/conductor must consider, without inference, what actually motivates workers (Gurland & Lam, 2018). 

In general, Ran (2015) describes the motivation as the mechanism that takes into account the strength, purpose and consistency of an individual's actions to attain a goal. The three concepts can be defined as how demanding the behaviours of people are and how long they last. Elliot and Zahn (1998) explain them as their strength, purpose and behaviour. Motivation can be used to explain and predict the behaviour of the work performance of a certain person. The "substantial factors" are driven (Guay, 2010). There are two kinds of motivations derived from internal and external forces that are necessary to achieve productive work for employees (Kluger & DeNisi, 2010).

Intrinsic motivation is inspired by personal satisfaction, ambition or enjoyment. Efficient volunteering incentive promotes and encourages events by random satisfactions. This can be seen in behaviours such as; playing, traveling and vying, mostly for international prizes (Mulle, 2005). Historically, intrinsic motivation has more advantage in educators than in external motivation (Irons, 2014). Human resources have the ability to provide their firms with competitive advantages to intellectual property. Usually the practices rely on different variables such as; ethics, assessment, work satisfaction, planning and growth, etc. Nevertheless, intrinsic incentive applies to tangible incentives, such as incomes, social services, working stability and work protection. The task itself does not only fulfils perceived wishes. That means satisfaction is the contribution to the work, for example, money. In order to satisfy this need, the results of the work and its causes are necessary (Kamalian, 2010). Employees are also used for other purposes.

Over the last five years, Rabininsia Memorial Hospital has achieved strong profits and growth. Such success is reflected in the high efficiency of workers obtained by the strong morale of employees. Meyer (2016) confirms this by conducting research on the motivation of employees and concluding that high employee productivity is influenced or is an excellent indicator of high motivation. As Kamalian (2010) points out, a motivated employee aligns his / her interests and his / her actions with those of the company. Such businesses are also more competitive as their workers are actively searching at means of developing their work. It is a challenging job to get the staff at work in tough situations to grasp their maximum latent, thus inspiring them (Santrock, 2009).

The motivating factors were investigated by Ben (2016) study-{what did he say??). Research works have been carried out according to Herzberg’s motivational hygiene, which suggests that some stimuli (motivators) contribute to success at work, whereas others (hygiene influences) prevent failure but are not adequate. The position guides include the essence of the work and the presence of tasks, success and acknowledgment of achievement (Makoi, 2016). Shamai (2015) stated that health issues are alien to jobs and related to the working environment. Those involved in organizational policies and strategy, working practices, housing, oversight and human relations. Herzberg argued that extrinsic labor (hygiene factors) aspects cannot cause workers to be unhappy but can cause unhappiness if they are bad and consequently demoralised employees. Considerations of grooming can be used as a prerequisite for encouraging workplace engagement (Shamai, 2015).

Although well thought-out human relations policy may attract certain groups of staff, in others these policies can generate unwelcome paternalism and claustrophobia (Mkubwa, 2016). A working motivation model must also vary between different working groups and perceived desires, expectations and working attitudes as "economic, not psychological, influences" (Vuai, 2019). To better appreciate reasons that influence the workforce’s morale, one has to relate to individuals. Through suc approach, the requisite motivating techniques are paired with effective management and leadership in order to accomplish that aim and improve workplace performance (Sullivan, 2016). 

Because skill and motivation of an individual is crucial to assess, certain factors are relevant too, such as; the recruitment of employees. A range of motivations can also extract good output. For example, two individuals who do the same work may still succeed for specific reasons. The advantage of sale is inspiring for one seller and for the other to achieve financial objectives. This makes a strong differentiation as the motivation for enhancing results varies between individuals and businesses (Daft, 2017). 

1.3 Statement of the Problem	
Any business will stay there for a long time to come, as workers are the key reason. Like the Rabininsia Memorial Hospital, the people who perform the major roles of the organization (doctors, nurses, pharmacists and laboratory technicians) include such a group. Well-motivated employees may impact organizational success and achieve the company's goal and aims (Hussin, 2017). The primary focus was on the causes that contributed until research on employee motivation. At the other side, her dedication to success has been minimal (Dinler, 2018). Motivational studies have been performed over the years, but they are focused predominantly on western institutions, with very little research in private African hospitals, particularly in Tanzania. A case in point is a report of Grant (2018) in the British banks with one hundred participants, which found out that compensation is one of the main reasons for engagement of workers. 

Another research by Aubery et al. (2018) classified the motivational variables as exciting work, excellent salaries and job safety. A study conducted by Buford et al (2016) who was Hughes Aircraft Company's corporate manager of enhancement programs based in Lose Angeles, considered job recognition to be the most significant motivational factor. This presents a substantial void that requires tremendous study, provided that workers in diverse workplaces related to different communities who are unable to derive inspiration from the same sources. 





The general objective of the study was to examine factors influencing employee motivation in private hospitals in Tanzania: a case of Rabininsia Memorial Hospital.

1.4.2 Specific Objectives
Specific objectives of this study were;
i.	To determine the influence of intrinsic factors on employee motivation at Rabininsia Memorial Hospital; and
ii.	To find out the influence of extrinsic factors on employee motivation at Rabininsia Memorial Hospital.

1.5 Research Questions
This study was guided by the following questions;
i.	How the intrinsic factors influence employee motivation at Rabininsia Memorial Hospital? and
ii.	How the extrinsic factors influence employee motivation at Rabininsia Memorial Hospital?

1.6 Significance of the Study
The goal of this research was to assess the effects of the (which analysis?) analysis and whether the study outcomes can support this particular group. The future beneficiaries of this report were as follows: The findings would help Rabininsia Memorial Hospital's management in introducing, improving and motivating their staff to do well. The research would add to the existing knowledge about the impact on employees of motivation. It also helps future researchers who are trying to study motivation and performance. 

The study would guide policy makers in organization to identify how different motivating factors influence the performance of the employees with the aim of creating a motivated labour force that will improve service delivery. Particular strategies that will improve employee performance through motivation have been identified. Factors that lower employee motivation will also be counteracted from the findings of the study.

1.8 Organization of the Study








For management success, the relationship between motivation and management experience is critical. People are a company's biggest single asset. A business is simply individuals, and the only tool that can work toward the organization's goals is individuals. Only by working together can people find independence for their latent energies and creativity in the interest of the business. Motivation is a process in which individuals select alternate approaches to accomplish their personal goals (Cole, 2002). 

The desires of any person may be relatively tangible, for example, monetary reward, advancement, immateriality or self-esteem. In general, bonuses an individual receive can be categorized as intrinsic and external recompenses. The intrinsic prizes come from the individual's experience, while external prizes are imposed upon specific person. The sense of success or self-esteem is an internal reward and an intrinsic incentive by increasing or encouraging employment. Whilst motivation as such is largely a personal experience, managers tend to accurately correlate increasing motivation with efficient results. They want also to define the requirements for harmonization of organizational and personal objectives. The key motivational aspect is to decide how much a person wants, his or her experience and abilities to be made available to others and, above all, how he or she hides the effects of challenges and difficulties. As learned from this study, motivation is a psychologic definition that drives a person to act or not to act according to the intrinsic forces of a person (Kibera, 1996).

2.2.2 Extrinsic Motivation
This is true of what is up and still it motivates people. It happens as management offers incentives such as; higher pay, insurance or promotions (Armstrong, 2006). Extrinsic motivation is an externally motivated behaviour. External motivation is for example recognition or constructive strengthening, money and punishment absence (Deci, 1980). 

2.2.3 Intrinsic Motivation
The contents of the work are extracted. The work itself may be described as an incentive system, since it meets the needs of people or at least lets people hope to reach their goals. This is an intrinsic incentive for people to carry out the work they want. The inherent drive was influenced by obligation (job requires to be felt and controlled, ability to operate, the urge to leverage and improve knowledge and talents, and exciting and challenging tasks and prospects for progress) (Armstrong, 2006).
2.2.4 Private Hospitals in Tanzania
Private hospitals are owned and operated by non-governmental (including profit-making and non-profit companies), and/or provide non-state-funded facilities, such as; self-paid patients, insurers, or international embassies. The most popular elements of health services nationwide are private hospitals. There are 269 hospitals in Tanzania, 120 are publicly run by the Ministry of Health Community Development Gender Elderly and Children, the parastatal and military organisations. The remaining 149 are owned by religious groups, private-for - profit organizations or NGOs (Xinhua, 2017). 

2.2.5 Rabininsia Memorial Hospital
The Hospital is dedicated to a wide spectrum of therapeutic fields to provide outstanding treatment for patients. A network of experts and mega professionals includes a variety of hospitals equipped to provide customers with quality advanced health treatment. Working, family and social life, Rabininsia Memorial Hospital knows client’s lifestyle can be busy. That's why Rabininsia Memorial Hospital offers unique healthcare opportunities by making registration and appointment scheduling fast and easy to reach. The goal of Rabininsia Memorial Hospital is to get customers enrolled in the system quickly and efficiently, so that they can spend more time communicating and interacting with the customer 

Mission: To Provide and enhance accessible, comprehensive health-care services to our community that are; Quality-driven, Customer-focused and Cost-effective, i.e "Home of Hospitality".
Vision: Rabininsia Memorial Hospital to be a Centre of Excellence for Super-specialized services of high quality and affordable in East Africa and the World in general. 
  
2.3 Theoretical Literature Review
2.3.1 ERG theory 
Alderfer, (1969) ERG (write it in its longer format first) Theory notes that basic human needs can be grouped into three categories: Existence, Relation, and Development. Existence refers to our care for essential resources such as; hunger, thirst and a healthy environment. Relatedness, on the other hand, refers to the drive we have to sustain interpersonal relationships such as; family engagement, friends, colleagues and employers. The essential material requirements for living concern the needs for life which include needs related to physiology i.e. air, food, water, and shelter and protection such as health, healthy jobs, and property. Such needs are derived from real mission or job results and the work 's intrinsic value. The need to relate has to do with the importance of interpersonal relationships. Extrinsically, these needs are based on social connections with others and needs relating to gratitude. For example, growth is the intrinsic desire for personal development, a desire to be innovative, efficient and fulfil meaningful tasks (Malima, 2019).

ERG theory's biggest strength is that it has a fluid essence (Redmond & Subedi, 2016). This theory is adaptive and addresses the dynamics of human needs in the workplace (Redmond & Subedi, 2016). Scholars have criticized this theory, as it does not provide specific instructions for cutting. Since this theory has such little study, it leads to scepticism about whether or not the hypothesis is worth it. The theory also states that, first; a person can satisfy any of the three needs. But how do we decide which of the three needs is more relevant for that individual? (Ye et al., 2011). The implications of this theory for the Rabininsia Memorial Hospital are that the authority is required to consider the various needs that can motivate and empower workers in a preferred manner.

2.4 Empirical Literature Review
2.4.1 Globally empirical Review
Chiang (2012) carried out work on the factors impacting the morale of the workers of Phuket Zement Limited - Thailand. Phuket Cement Limited hires 550 workers in its Athi Canal and in its Upper Mountain. The main data are collected via uniform questionnaires. There were similar open-ended questions in the wo-part questionnaire. The first part contains questions on respondents' bio data and the second part addresses research-specific issues. Data was analysed and presented using concisely statistics including processes, levels, percentages and defaults. 

The analysis indicated that several factors affecting employees 'morale were well established in Phuket cement Limited, such as; leadership, staff development, retaliation and income, motivation and appreciation, and the job at mode. The investigation suggested that companies strengthen their approach to workplace engagement by combining different organizational criteria such as; ensuring the effective working environment of workers, paying attention to the creation of a business culture, ensuring a stable and safe working environment and providing employees with effective communication methods. The current study sought to examine factors influencing employee motivation in private hospitals in Tanzania.
Khan (2018) carried a work entitled "Factors impacting employee motivation in Pakistan's banking industry to employee efficiency." The research promoted situational understanding of the method adopted and impractical concepts, in order to maximize workplace engagement rates. The research was essential to evaluate the reasons that can motivate workers to function well. The research, on the other hand, restricts the methodological and concise examination of variables rather it simply indicates the important interaction between the autonomous and the variable dependent. This study showed close correlation of factors that increase the morale of employees in the banking sector. Consequently, the study was also conscious of the control of banks and managers of supporting conditions for the advancement of banks. The study appreciated the inclusion of professional training banks' knowledge, experience and practice. This research looks at variables that influence the motivation of employees of private hospitals.

Almsafir (2013) examined conditions leading to employee satisfaction and specifically looked at the benefits, stress level and leadership style of management. A high degree of inspired, dedicated staff is perceived to be a crucial asset for every company and plays a significant role in increasing organization efficiency and profitability. Work was conducted by staff from different divisions in Tenaga Nasional Berhad in Ipoh. The research focused on deductive reasoning as study had been performed on this topic. Seventy workers were randomly picked on the basis of simple screening. 

The obtained data were evaluated using Statistical Package for Social Sciences (SPSS). Results showed that the graduate rates of pay and management style was good for workplace productivity. This study sought to assess factors influencing motivation particularly in private hospitals. Daneshkohan (2015) analyzed factors affecting job motivation among Iran's health staff. The goal of the research was to recognize factors that affect the moral values of health workers at the University of Shahid Beheshti Medical Sciences. In November and December 2011, 212 healthcare workers from Tehran health centers were interested in the cross-sectional survey. 

A questionnaire comprising of 17 motivational and six demotivating stimuli as well as eight questions was used to collect data for the evaluation of the current condition of variables. The process has been known to be specific and efficient. The data is analyzed using systematic and analytical mathematical methods. The study found out the biggest motivating force behind health staff was good training, supervisor support and supportive work interaction with colleagues. By contrast, unequal treatment, poor management and lack of consideration were the key reasons for demotivation. 

Nevertheless, 47.2% of health workers claimed that new monitoring technologies will not increase their performance. The research concluded that improving health care management skills will increase job satisfaction and increase the efficiency of health workers. The results indicate that particular consideration should be paid to certain factors such as; the capacity to administer, psychological encouragement for workers in the workforce, fair representation to staff and success improvement strategies. This study sought to assess factors influencing motivation in private hospitals.
In this study, Abadan Airport Authority was used as a case in which Mahamood (2019) conducted a study on the factors influencing employee motivation in organisation. More explicitly, it analyzed the effects of Abadan Airport Authority recognition and pay programs on workers productivity, examined the implications of a job change on employee success in the Abadan Airport Authority, and measured the preparedness functions of Abadan Airport Authority employee personnel. This research used the systematic survey method as a quantitative methodology. Primary data obtained was form of data and a self-managed questionnaire was used to survey selected respondents from the Abadan Airport Authority. 

Results was processed and displayed in tables and figures with the aid of concise visualization in SPSS version 25. The results showed that corporate appreciation and reward programs have an effect on workforce performance and therefore on the achievement of successful organizational objectives. Research has showed that the program impacts the productivity of the Abadan Airport Authority's staff. The study recommends more research to strengthen the existing analysis and to expand awareness and appreciation of the conditions that impact employee performance. This study sought to assess factors influencing motivation particularly in private hospitals.

2.4.2 Empirical Review based on African Context
Munyua (2017) tried to ascertain the connection of intrinsic motivation to job success and organizational engagement among the employees with respect to K-Unity Savings and the Credit Cooperative Society Ltd-Kenya. A rigorous and concise analysis approach was followed by the researchers. A systemic framework was used to collect the relevant data that includes material, profile, architecture and concomitant validity, during a pilot survey to pre-test the instrument self administered questionnaire was ussed. In order to achieve an equal sample size of 187 (93.5 percent of the total population), a basic sampling approach was implemented. In order to determine the relationship between independent and dependent study variables and the interpretation of the survey, the variety correlation and analytics (ANOVA) were introduced. The findings suggest that the rewards and bonuses had a major impact on the success of workers (the p-value is 0.015 < 0.05 and 0.032 for the R-square). 

The research suggests that employees increase their work efficiency by using and engaging in non-financial incentives and establish company leadership habit. Therefore, the report suggests that businesses invest in non-financial benefits and opportunities and further research is being conducted to assess how job-related attitudes can improve work efficiency and employee organizational loyalty. This study sought to find out if the intrinsic factors that influence employee motivation at Rabininsia Memorial Hospital. Njambi (2014) attempts to establish variables affecting employee motivation in Kenya's Amref Health Africa. A short description of study was introduced for Amref Health Africa, the largest agency in Kenya. Amref Health Africa’s test groups were employees in Kenya because they were being scrutinized. A minimum of 412 staff from various roles was included in the study group. 

Random sampling was stratified for the drawing of the sample size of 96 persons. A tailor-made and organized survey was specially developed for this analysis by the researcher was the data collection process. The research findings were seen by an array of concise statistics using bar charts and frequency tables. Correlations between the variables were calculated using the Social Science Statistical Software (SPSS) version 21. The key results from the study suggest that extrinsic factors affect performance and motivation in the satisfaction and skill of workers. Such external factors involve, but are not limited to, working practices, employment, minimal advantages and the work climate. In addition, alien variables are important to allow the employee to accomplish the goals by executing the specified tasks efficiently. 

The research covered many aspects impacting workplace behaviour. This included job success, appreciation, autonomous work, accounting and promotion, pay structure, the level of appreciation of workers and the knowledge of work, among other aspects. Research has shown that happiness in the workplace impacts the productivity of the business, which plays a psychological part and a main function. The research further found out that dedicated employees are capable of developing a positive working atmosphere that often encourages employee engagement and ultimately increases productivity at organization level. The key findings are that the morals of workers are a reactive and multi factory phenomenon. 

These were all considerations that are foreign to the person and that they came from inside the company. The study further indicates that the problem of motivation as a basic or intrinsic consequence of an employee predicts and drives workers to take a certain stance on their job. The research concluded that external influences in the management of human resources are understood and integrated in an enterprise to ensure employees are able to carry out their duties in particular in the strategy field. In turn, the company will consider external considerations such as promoting staff interest in decision-making and creativity, and the potential for professional development that would have a beneficial impact on internal variables, and promote high rates of encouragement for employees. The organization should therefore find implementing strategies and procedures that affect workers' values positively. In conclusion, future researchers will look at the motivation of employees to help understand this complex concept. This study sought to examine factors influencing employee motivation in private hospitals in Tanzania.

In Cooperative Bank Headquarters in Nairobi, Kenya, Karanja (2016) performed a study on the Effects of the incentive program on employee efficiency. The work was focused on the explanatory theory definition. The emphasis group was made up of employees of the Cooperative Bank of Kenya. His studies demonstrated that the productivity of workers has been highly affected by motivation, creativity, career satisfaction and team activity. This study revealed the disparity by illustrating the effect on employee outcomes in Nairobi Cooperative Bank from the compensation scheme. The researcher of this study focused on the factors influencing employee motivation in private hospitals in Tanzania.

Oudukah, (2017), conducted research entitled factors influencing employee motivation: An Equator bottlers case study in Kenya (Coca Cola). He tried to examine the impact of the reinforcement of workforce productivity, the connection between job and morality and the value to employee satisfaction of professional growth. A total of 278 people from 1000 workers were chosen for study. Sample questionnaires were used to gather knowledge. The findings revealed that perception of the performance; working practices, recruitment, and development of workers at Equator bottlers have been impaired. 

The study has also shown that occupational moral norms remain a recognized issue amongst Kenyan companies. To order to fully grasp how encouragement strategies resonated to Kenya's background with various market communities, further research will need to be conducted with respondents from specific industries. More studies should provide quasi-experienced study to better clarify the psychological effect of motivational strategies on staff in Kenya's organizational cultures. This study sought to examine extrinsic and intrinsic factors influencing employee motivation in private hospitals in Tanzania.

2.4.3 Empirical Review based on Tanzanian context 
A case study by Muhimbili National Hospital showed that Tanzania's medical system is undergoing significant reforms today regarding. morality of health workers in Tanzania (Leshabar, 2008). This was part of a survey of Muhimbili National Hospital's standards of diagnosis and care. The core components of this study were to determine to what extent healthcare employees were pleased with their operations and to find factors linked to bad workplace morality. The report contained a cross-sectional analysis of 448 healthcare employees. Randomly 20 percent of: physicians, nurses, dentists and other workers and employees were chosen for stratified collection. Around 44% of women are working. Results showed that nearly all physicians and surgeons, 67 percent health employees and 39 percent support personnel were not pleased with their employers. 

At first, there had been a multifactorial annoyance. The reasons that led to this were low pay, a chronic shortage of the necessary equipment and consumables, inadequate evaluation and reviews, weak management methods inside and between separate organizational units personnel; shortage of confidence in decision-making systems; and lack of general esteem among hospital authorities. The report found out that multiple health care workers, regardless of a number of reasons, were not satisfied with their activities. The findings of the study had given rise to a range of proposals including identifying defined criteria on employment and specifying roles for all staff, improving the quality and reliability of hospital work equipment, introducing a pay system that is explicitly linked to the study. This study sought to examine extrinsic and intrinsic factors influencing motivation in private hospitals in Tanzania.

Njau (2017) identified the factor that influences the performance of employees; Boby Tour Company case study. The study was carried out by examining theories related to motivation. The study analyzed variables that determine employees ' efficiency and thereby explore the inherent and external factors that affect employee morale in the case business. The case analysis was undertaken by Bobby Tour Organization and a concise research method was adopted. The population of Bobby Tour Company was workers as that's the analysis business. The report contains a total of 36 staff from different departments. The data collection method was a tailored structured questionnaire developed by researchers, in particular for this study. A variety of descriptive figures such as a pie graph and a column graph were used to display the research performance. 
The analysis found out that Boby Tour Company workplace values were typically of high standing. The key factors that influenced performance were external stimuli including cash incentives and security of jobs, among others. The analysis also identified many intrinsic variables influencing the workforce 's efficiency. Those include: freedom, conviction and respect. However, the study identified some areas where improvements were required to help improve incentive for workers. The current study sought to examine factors influencing employee motivation in private hospitals in Tanzania. Ole Mollel (2016) studied the factors that influence the motivation of the workers based on Herzberg 's principle of hygiene influences. In this analysis, a Descriptive Survey Model was chosen. The aim of this study was to apply it objectively. The methodology utilized in this method was a research questionnaire which was spread across 147 out of 640 workers in Tanzania National Parks. Use the Cronbach alpha equation, the value was calculated at 0.93.

Through assessing the item reliability and the intrinsic value, the value has been determined. The sample size was also calculated using Cronbach 's equation by stratified random sampling. Data was determined by SPSS 18 and AMOS 18 in succinct and inferential figures. Studies demonstrate that wages and benefits continue to be of grooming criteria at the maximum stage and have a significant effect on workplace social standards. Personal life, compared to other aspects of hygiene, had the least influence on the moral standards of workers. Other findings from this study showed that their understanding of hygiene variables inspired by them has proved successful in marital status, education, organizational role and place of work. The regression analysis also revealed a clear association between hygienic variables at 1 % and 5% error points. This study sought to assess factors influencing employee motivation particularly in private hospitals.

Orasa (2018) examined the results of primary healthcare personnel in Tanzania in the Ilemela Region of Mwanza, a case of mainstream public health facilities. The study examined the intrinsic and extrinsic variables that lead to the effectiveness of workers in Tanzania's Primary Health Care Units and to build safety perspectives into intrinsic and alien influences. Fifty two health care staff, including teachers, surgeons and safety officials, was questioned. Furthermore, a number of nurses and physicians were also questioned in detail. The results were evaluated with version 16.0 of the Social Science Statistics Software (SPSS). The study found out that the most critical factors of employers were equal wages and bonuses, improved pensions and an enhanced working environment. The study suggested that the performance of employees on work could increase with enough compensation, difficult but fascinating work and descriptions of career development programmes. Current study sought to examine factors influencing employee motivation particularly in private hospitals.

Manara (2017) sought to identify factors that influence employee performance at Tanzanian hotels. The inquiry followed a descriptive scientific method. 246 hotel workers replied to the questionnaires. To accomplish the research objectives, factor analyzes was utilized. Research indicated that "responsibility and respect," "immaterial rewards" and "teamwork" had greatly affected the motivation of employees. Nevertheless, "responsibility and respect" had emerged as a highly influential factor in hotel success. The research found out that hotel managers should evaluate their workforce needs periodically so as to boost organizational performance. In fact, hotels can encourage staff to support management accomplish targets. The present study aimed at assessing factors influencing employee motivation in private hospitals.

Mbise (2019) sought to analyze and explain the factors impacting the efficiency of the workers at charities in Arusha. Non-structure interviews were performed with (49) workers to determine the key contributing factors demonstrating enthusiasm, happiness at work and the contribution towards the organization's goals. To order to accomplish the key goal, the study adopted the concise exploratory approach and collected the primary knowledge using a mixed (qualitative and quantitative) technique. The organisations with more than (50) workers were chosen for review. Six charitable organizations in Arusha invested in study. 

The questionnaires were circulated to (50), who were routinely stratified, uniformly selected, from different management levels of charitable organisations. A selective selection of 30 individuals from all humanitarian organisations was consulted to address formal interviews relevant to the connection of the Project Factor. The interviewees were charities administrators and professionals with more than 10 years of know-how and experience in welfare. The findings show good workplace integrity and moderate job satisfaction among the volunteers in Arusha. The results of formal questions about the connection between the project show that workers were committed to the aim of their organisations. This study sought to examine extrinsic and intrinsic factors influencing motivation in private hospitals in Tanzania.
2.5 Research Gap  
Despite the fact that many researchers who conducted different studies on employee motivation and its effect in an organization as stipulated in literature review above presents various factors leading to organizational desertion.  Most of the researchers could not find a study that specifically searches for solutions to the problem of factors influencing employee motivation in Rabininsia Memorial Hospital. Therefore, this study tried to address this void.

2.6 Conceptual Framework

















3.1 Chapter Overview 
This chapter describes the study design and focuses on sampling, population, collection of data and methods for analysing data.

3.2 Research Philosophy
This study adopted epistemology philosophy. Epistemology deals with the tools of information in market analysis as a field of philosophy. In particular, epistemology deals with study possibilities, nature, sources and limitations of knowledge (Hallebone and Priest, 2009). Researcher adopted epistemology philosophy since she wants to classify what does and does not constitute the knowledge of factors influencing employee motivation.

3.3 Research Approach
The quantitative approach was used in this study. A quantitative approach can be described as research explaining phenomena based on numerical data analysed using mathematically based techniques, particularly statistics (Kothari 2004). In this research, quantitative approach was used to collect quantitative data through closed questionnaires. In this research, this method was used to gather knowledge and opinion on variables affecting employee motivation in private hospitals.

3.4 Research Design and Strategy
Descriptive research design was used in this study. Research design was used to direct a research study towards its goals, Aaker et al. (2002). By this definition, a comprehensive research design job plan for achieving the study goals was prepared. Descriptive research includes collecting information, describe the phenomenon and then arrange, tabulate, represent and describe the set of information in the form of diagrams and charts to let readers know how information is dispersed (Cooper and Schindler, 2011).

 3.4.1 Area of the Study
Area of the study is the geographical region where data for research analysis are obtained as well as collected (Kothari, 2004). The study was conducted at Dar es Salaam, Rabininsia Memorial Hospital. The motive for choosing this study area was thatthere was allegation that Rabininsia Memorial Hospital is not performing better because employees were not motivated. Thus, the researcher wanted to carry out this study at Rabininsia Memorial Hospital to testify the facts. Also, another reason was that Rabininsia Memorial Hospital is very accessible to the researcher and it was easy to get the information needed in data collection.

3.4.2 Population of the Study
In this study, only one entity was chosen, that is Rabininsia Memorial Hospital in Dar es Salaam for the aim of generating required information. Respondents of this study were managers and employees of this organization which were 425 in total. Purposive sampling technique was used to managers at Rabininsia Memorial Hospital and simple random sampling procedure was employed to cover employees from each Unit in the organizations. Purposive sampling implies selection of items that are assumed to be capable of providing the required details, which was included in the research as the study believed that certain individuals were competent and have the expertise available to provide the required information. Simple random sampling is the probability sample that all participants in the community have equal opportunities to be selected and it was introduced in research because everyone expected to have the necessary knowledge as they were randomly selected.





Clinical Support Services department	94
Nursing and Housekeeping Services department	96
Technical Services department	18
Finance and Planning department	11
ICT department	6
Procurement Management Unit department	8
Legal Services Unit department	5
Corporate Communication and Customer Care department	37





3.4.3 Sample and Sampling Techniques
Kothari (2002)  describes sampling as the method of acquiring data about an entire population. Purposive and Simple random sampling 




Where n = number of samples, N = total population= 425; e = standard error of sampling (10%) is tolerated. By entering each value of the variable into the formula (1) above, one obtained large sample size of 82 respondents. The sample size was compatible with Hair et al (2006) statement that a research analysis intended to expose factor structures should include more observations than variables and 50 observations should be the required absolute sample size.

Table 3.2: Targeted Sample Size
Departments and Units	Population	Sample Size
Human Resources department	7	3
Surgical Services department	56	8
Clinical Support Services department	94	12
Nursing and Housekeeping Services department	96	17
Technical Services department	18	6
Finance and Planning department	11	4
ICT department	6	3
Procurement Management Unit department	8	3
Legal Services Unit department	5	2
Corporate Communication and Customer Care department	37	10







The researchers took account of the concerns of the inquiry and decided the kind of details available (nominal, ordinary, interval or ratio) for any particular demand, as well as of the sample characteristics. Cooper and Schindler ( 2011) has noted that the data collection techniques apply to data collection techniques after the investigator has defined the information required.

3.5.1 Primary Data
Primary data was collected using self-administered questionnaire provided to chosen sample participants from the Rabininsia Memorial Hospital. Data collected from primary sources by analysis using methods such as surveys, interviews and tests are primary evidence. This is directly obtained from primary sources, taking into account the research study (Saunders et al., 2012). 

3.5.1.1 Questionnaire
A questionnaire consists of a series of questions that gather knowledge from respondents (Kothari, 2004). The questionnaire is a search tool. Questionnaires used were open and ended as well as sets of statements in their respective rooms asking participants to consistently define a degree of consensus or disapproval, use the 5 points-scale of Likert to assess, in no direction, to a limited extent, to a significant extent or to a very large extent, the attitude of assignment points 1,2,3,4 and 5.

3.6 Data Analysis
The data gathered were coded and evaluated in version 25 of the Statistical Package for Social Sciences (SPSS). Data was presented in a simple and concise way for easier analysis and interpretation, including frequency tables, maps, and charts. Descriptive analysis was used to assess the proportions of the factors and their frequency. Inferential analysis was used to measure to relationship between the variables that was established and tested using person correlation and multiple regressions.
3.6.1 Variables and Measurement Procedures
The dependent and independent variables were measured by various measurements as shown in Table 3.3
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3.7 Data Cleaning and Processing
Data cleaning is the method of identifying and fixing (or removing) defective or inaccurate records from a data set, table or database and relates to the detection of incomplete, wrong, unreliable or insignificant pieces of data and then adding, changing or deleting dirty or coarse data (Isaack, 2011); Data processing is the sequence of data validation, coordination, conversion, inclusion and extraction activities or measures conducted to a satisfactory output type for subsequent use (Khan, 2009). The researcher ensured throughout this study that data was cleared and analyzed so that significant results were produced.

3.8. Validity 
Validity is the quality of the findings or their genuineness. Internal validity indicates the device or method tests what it is intended to be in calculating. External validation ensures the findings outside the current case are generalisable. Study approaches differ in terms of their internal and external validity. In other terms, authenticity relates to the research's legitimacy, or credibility. Are the reports genuine? Is power of the hand a true indicator of intelligence? The response is almost definitely "No, it is not." Is grade on the SAT a reliable GPA measure during the college's first year? The answer depends on the amount of research support for such a relationship (Orodho and Kombo, 2002). To measure the validity of the instruments, the Kaiser Meyer Olkin, (KMO) method was used.

Table 3.3: Scale for Reliability Test
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.	.559






The KMO value of 0.559 was reported in table 3.3 above, indicating that the study was appropriate for exploratory factor analysis as proposed by (Hooper, 2012) who claimed that KMO would be either 0.6 or above. At the other side, Bartletttest in this study produces p-value = 0.00 which implied that the variables were reasonably significant to provide a fair foundation for factor analysis as indicated by (Hooper, 2012) that the significance for Bartletttest would be less than 0.05 as outlined above in Table 3.3 of KMO and Bartletttest.
3.9 Reliability 
Reliability is the degree to which a method for evaluating outcomes is reliable and accurate. It applies to calculation constancy, or accuracy. Reliable processes are reproducible and replicable. Will it yield the same findings if the analysis were to be performed a second time? If so, then the data is accurate. If more than one person observes actions or some occurrence, both observers will consent on what is being reported to support reliability of the data (Kothari, 2004). Questionnaire reliability was checked using Cronbach's alpha. Similar to George and Mallery (2003) while Cronbach's alpha is higher than 0.9 (> 0.9), this implies the value of internal accuracy was excellent. The value is good when it is greater than 0.8 (> 0.8); although it is acceptable to exceed 0.7 it is also appropriate to reach 0.6. If 0.5 to 0.58 is poor and less than 0.5, so internal accuracy is unacceptable.

Table 3.4: Scale for Reliability Test






The results in Table 3.3 indicate that the reliability of data instruments was acceptable since Cronbach alpha for all items was 0. greater than 0.7.

3.10 Ethical Consideration
The information and outcomes collected was extremely confidential. Full consent of the participants was adhered to ensure this level of confidentiality and participants advised not to write their identities on the questionnaires anywhere. The research did not present respondents with any type of danger or trigger any type of anxiety. 
CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND DISCUSSION OF RESEARCH FINDINGS
4.1 Chapter Overview 
This section presents the findings of Rabininsia Memorial Hospital on the factors influencing employees’ motivation in private hospitals. The study results were discussed in descriptive and inferential statistics.

4.2 Sample Description
Structured questionnaires were used in data collection. Eighty-two questionnaires were returned making a response rate of 100%. The response rate was made possible as the researcher administered the questionnaire in person and waited for them to be filled in. In few cases, respondents who were not willing to fill, a replacement was made.

4.3 Descriptive Statistics for Individual Items 
4.3.1 Demographic Information

















The general characteristics of respondents such as gender, age , education and working experience are described in Table 4.1.

Gender: The gender of the participants is displayed in Table 4.1. It indicates that out of the 82 participants in the sample, 40 respondents equivalent to 48.8% were male and 42 equivalents to 51.2% were female. These findings are not incidental but true in that Tanzania's health organizations which typically have more female workers than males.

Age: From Table 4.1 above, the findings indicate that the majority of the respondents were between the age of 25 to 34 years (39%) followed by the age group of between 35 and 44 years (37.8%). This means that  most of Rabininsia Memorial Hospital's staff were young people and middle-aged rather than the other age groups. Investing in training and growth for young people would be positive because the hospital will use them for a long time compared to older people.

Education Level: To a large extent the education level can affect attitude of a person and the way of understanding of any particular social phenomena. According to Fry, (2009) depending on his educational level, the individual will respond to a particular scenario. By knowing this, researchers was interested in evaluating the level of education of the respondents. Findings showed that 47.6% of employees had diploma, whereas, (25.6%) hold a bachelor degree while (24.4%) were postgraduate and (2.4%) had certificate.  The idea behind education level in this study was to inquire different ideas from different level of education so as to get different information regarding the factors influencing employee motivation among private hospitals.
Duration at the Organization: Analysis of data gathered shows that 53.7% of respondents’ had worked for 6 9 years, 32.9% for 2-5 years, 25.6% for 10 years and above years and only 3.7% for less than 2 years. This shows that majority of staff at Rabininsia Memorial Hospital had ample expertise to comment equally on the questions under review.

4.3.2 Descriptive Statistics for Intrinsic Factors 
Table 4.2 provide descriptive statistics for intrinsic factors. Based on the mean values, the five-point scale ranges are as follows: mean scores of less than 1.5 denotes no extent; mean scores of 1.5 but less than 2.5 denotes little extent; mean scores of 2.5 but less than 3.5 denotes moderate extent; mean scores of 3.5 but less than 4.5 denotes large extent; mean scores of 4.5 to 5 denotes very large extent.
Table 4.2: Descriptive Statistics for Intrinsic Factors 	(N= 82)
	Mean	Std. Deviation
Recognition influence employee motivation	4.0854	.77302
Appreciation influence employee motivation.	4.0366	.72767
Employees cooperation influence motivation level in my organization	4.4024	.82939
The degree of trust exhibited at my work place influence employee motivation	4.2683	1.10049
Job feedback on my level of performance influence employee motivation	4.3780	.64099
Help by management in employee competence and ability boosts an influence employee motivation	4.2073	.76558
Fairness of treatment at the workplace influence employee motivation	3.8659	.51549
Job training and development has an influence employee motivation	4.6707	.60969
Support of personal growth influence employee motivation	3.4634	1.61165
Job empowerment and employee autonomy influence employee motivation	3.2927	1.42714
Valid N (listwise)		
Source: Field Data, 2020
Employee recognition and appreciation is one of the most important ways to boost employee satisfaction for managers and supervisor. Employee recognition promotes satisfied and motivate employees who, in turn, effectively serve and satisfy customers. Mean and standard deviation for recognition influence employee motivation was 4.0854 and 0.77302 while mean for appreciation influence employee motivation found to be 4.0366 and standard deviation of 0.72767. Cooperation at workplace is a phase by which workers or their delegates engage with management in addressing problems of mutual interest through consultation and discussion. It is a communication mechanism which enables both parties to understand the needs, interests and difficulties of each other. Workplace cooperation had mean of 4.4024 and standard deviation of 0.82939.

Trust is characterized as one's perception of others, a decision to act on the basis of communication, actions and their choice. Trust as a philosophy is complex and involves both trusting values and trusting intensions in order for it to function. Trust forms an intangible connection between trusted people, be they friends, mates or peers. The degree of trust exhibited at work place had mean of 4.2683 standard deviation of 1.10049. Mean and standard deviation of job feedback found to be 4.3780 and 0.64099 correspondingly. Help by management in employee competence and ability boosts an influence had mean of 4.2073	standard deviation of 0.76558. 

Mean and standard deviation of fairness of treatment at the workplace was found to be 4.1585 and 0.76125 correspondingly. Job training and development had mean of 4.6707 standard deviation of 0.60969. Mean and standard deviation of support of personal growth was found to be 3.4634 and 1.61165. Providing workers with the support they need, such as assisting them with job-related issues, good communication, constant feedback on employee performance improves employee morale. Merclyine (2011) described encouragement as enabling and empowering workers to take on personal accountability for improvements to their mission while helping to achieve their ultimate objective. Job empowerment and employee autonomy had mean of 3.2927 standard deviation of 1.42714. Employee empowerment and autonomy gives obligation and right to behave to individuals as it places people in control of their own destiny. Empowerment and autonomy not only improve workplace productivity, performance and creativity, but also improve employee satisfaction, job morale and organizational trust.

4.3.2 Descriptive Statistics for Extrinsic Factors
Table 4.3 below provides descriptive statistics for Extrinsic factors. Based on the mean values, the five-point scale ranges were as follows: mean scores of less than 1.5 denotes no extent; mean scores of 1.5 but less than 2.5 denotes little extent; mean scores of 2.5 but less than 3.5 denotes moderate extent; mean scores of 3.5 but less than 4.5 denotes large extent; mean scores of 4.5 to 5 denotes very large extent.

The study was interested in examining if salary structure influence employee motivation. Mean and standard deviation for salary structure was found to be 3.6341 and 1.40117 respectively. In other terms, salary is the most important element in fostering the improved efficiency of staff at Rabininsia Memorial Hospital. Leadership is the desire and willingness to change other people's way of thinking without dragging them into it. Effective leadership is a significant factor in promoting engagement of the employees. The style of leadership in the organization had mean of 3.6341 and standard deviation of 1.47834. The degree of job enrichment embraced by the organization had mean of 3.5366 and standard deviation of 1.40717. Job enrichment has become an important factor in inspiring workers to perform better.

Table 4.3: Descriptive Statistics for Extrinsic Factors		(N= 82)
Descriptive Statistics
	Mean	Std. Deviation
Salary structure influence employee motivation.	3.6341	1.40117
The style of leadership in the organization influence employee motivation	3.6341	1.47834
The degree of job enrichment embraced by the organization influence employee motivation	3.5366	1.40717
Organizational communication and information flow influence employee motivation	3.6951	1.35800
Working environment at the organization influence employee motivation	3.3537	1.50203
Presence of employee punishment influence employee motivation.	3.6098	1.41208
Rewarding system and promotion opportunities influence employee motivation.	3.5976	1.41299
Nature of the job itself influence employee motivation.	3.7561	1.34771
Peer pressure influence employee motivation	3.3780	1.41107
Source: Field Data, 2020

Effective communication and information exchange between employer and employee are a key component for rising or decreasing workplace productivity and performance. This is reasonable, as it offers the employee a high degree of confidence in the management. Mean and standard deviation for organizational communication and information flow was found to be 3.6951 and 1.35800 correspondingly. Working environment plays an important part in inspiring the workers. The work environment is believed to have an immense effect on the attitude of workers for either negative or positive outcomes (Andrasekar, 2015). Working environment at the organization had mean of 3.3537 and standard deviation of 1.. Presence of employee punishment influence employee motivation had mean of 3.6098 and standard deviation 1.41208. Punishment is more effective if applied at the time when the undesirable behaviour actually occurs.

To large extent, majority of the respondents depicted that the rewarding system and promotion opportunities influenced employee motivation. This was indicated by the mean of 3.5976 and standard deviation of 1.41299. Reward affects employee motivation and increases efficiency for workers. Reward in wages, promotions, incentives or other types of bonuses are used to motivate and promote high-level employee performance. The nature of the working organization, pressure from peers, leadership styles and the design and content of jobs can have a major impact on staff satisfaction and performance levels. Most respondents revealed that the nature of the work itself influenced the motivation of employees. The sum of 37561 and the maximum gap of 1,34771 showed this. Mean and standard deviation for peer pressure was found to be 3.3780 and 1.41107 respectively.

4.3.3 Descriptive Statistics for Employee Motivation
Table 4.4 provide descriptive statistics for Employee motivation. Based on the mean values, the five-point scale ranges are as follows: mean scores of less than 1.5 denotes no extent; mean scores of 1.5 but less than 2.5 denotes little extent; mean scores of 2.5 but less than 3.5 denotes moderate extent; mean scores of 3.5 but less than 4.5 denotes large extent; mean scores of 4.5 to 5 denotes very large extent.
Table 4.4: Descriptive Statistics for Employee Motivation (N= 82)
Descriptive Statistics
	Mean	Std. Deviation











Source: Field Data, 2020

From Table 4.4, majority of the respondents designated that employee motivation led into support and help each other. This was shown by the mean of 3.9268 and standard deviation of 1.24504. Study finding uncovered that less absenteeism had a mean of 3.3902 and standard deviation of 1.45514. Motivated workers are satisfied in their working lives, and they have a purpose to which they work. Employee motivation is a critical factor at the workplace that contributes to departmental and even organizational success. Findings indicated that responsibility had a mean of 3.5122 and standard deviation of 1.30756, less conflicts had mean 3.7683 and standard deviation of 1.34531 and self-Improvement had mean 3.6463 and standard deviation of 1.37322.

Furthermore, results confirmed that volunteer for challenging assignments had a mean of 3.6098 and standard deviation of 1.42080, enthusiasm had mean of 3.4390 and standard deviation of 1.24818 and awareness had a mean of 3.3659 and standard deviation of 1.40117. Employee motivation is key to a company's growth. It is the degree of dedication, motivation and passion that a company's workers perform every day. Otherwise, businesses would have less competitive, lower output levels, and the company would certainly not achieve core targets.

High productivity had mean 3.5854 and standard deviation of 1.35128. This means that when workers are inspired, this will result in more efficiency, and function better and more effectively. Motivated workers are more likely to be satisfied and stay in their jobs as they see the effects of their efforts and believe like they will have a positive effect on the business. This will reduce the company's training and recruitment costs by reducing employee sales. Study findings unveiled that less employees’ turnover had mean of 3.3415 and standard deviation of 1.41613 while job satisfaction had mean 3.3049 and standard deviation of 1.48813. At Rabininsia Memorial Hospital, motivation helps raise the morale of employees. The effect of a motivated employee produces a high level of productivity, decrease the level of absenteeism and decrease the turnover at Rabininsia Memorial Hospital because employees enjoy their work. 

4.4 Variables Descriptive Statistics, Reliability, Validity and Correlation Analysis
4.4.1 Variables Descriptive Statistics
The study analysis established the descriptive statistics shown in Table 4.1. From the table Intrinsic Factors had a minimum of 28.00, maximum of 48.00, mean of 37.3780, standard deviation of 3.83177. Extrinsic Factors had a minimum of 19.00, maximum of 44.00, mean of 32.1951 and standard deviation of 7.20329. Employee Motivation had a minimum of 25.00, maximum of 53.00, mean of 38.8902 and standard deviation of 8.03850.






Source: Field Data, 2020

4.5 Correlation Analysis
Pearson correlation analysis is conducted to study the level at which two variables move or diverge together from one case to the next, and to evaluate the implication of the connection. This analysis produces a coefficient of correlation that demonstrates how far the two variables move together. The correlation coefficient is coded as (r). The (r) value range is between 0 to ±1. The table below shows the correlation analysis between independent variable and dependent variable.






Source: Field Data, 2020

Table 4.6 discusses the relationship between independent variables and dependent variable with the Pearson Product-moment correlation coefficient. A positive correlation was identified between the intrinsic factors and employee output (r=0.219) with a mean of 37.3780 and standard deviation 3.831. The findings also revealed a favorable association between external variables and employee performance (r=0.507) in mean of 32.1951. Standard deviation of 7.203 was also identified.
4.6 Regression Analysis 






Source: Field Data, 2020

Coefficient of determination (r²) in the model summary explains 27.4% of the independent variables. This implies that independent variables under intrinsic factors and extrinsic factors, explain only 27.4% of the employee motivation. The coefficient of determination is not very significant because 72.6% of variations are brought about by characteristics not captured in the independent variables.

4.7 Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing 
4.7.1 Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing Results for intrinsic 
Histogram (figure 4.1) provides a bell-shaped residual distribution curve (mean of nearly 0 and SD of nearly 1 indicates usual residual distribution). The residual map along the diagonal line also displayed in Figure 4.2. However, there was little deviation from normality. The histogram (Figure 4.1) revealed any residual values outside of the ± 3 break, suggesting outliers.  Tabachnick and Fidell (2007) indicated for every interest above that of an outlier. Then there are often outliers. This should be none at this point since repeated elimination of instances should result in larger data variance. The effects of Mahalanobis distance have been omitted during data cleaning cases with values above this cutout. Therefore, there is corresponding close tracking and control.

Figure 4.1: Histogram for Employee Motivation





Figure 4.2: Normal P-Plot for the Standardized Residual of Employee Motivation
Source: Field Data, 2020
4.7.2 Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing Results for extrinsic factors 
Histogram (Figure 4.3) displays a residuals distribution bell-shaped curve (mean near 0 and SD near 1) indicating a standard residual distribution. The remainder of the residues trace down the diagonal line also occurs in Figure 4.4. However, there is little deviation from normality. The histogram (Figure 4.1) displays the remaining values of outliers north of ± 3. Any interest beyond is an intrinsic factor.  While there is the prevalence of outliers, nothing can be done at this stage because double deletion of cases that contributes to further manipulation of the results (Tabachnick and Fidell (2007). The effects of Mahalanobis distance have been omitted during data cleaning cases with values above this cutout. Therefore, there is corresponding close tracking and control.

Figure 4.3: Histogram for Employee Motivation
Source: Field Data, 2020

Source: Field Data, 2020

4.10 Discussion 
4.12.1 To Determine the Influence of Intrinsic Factors on Employee Motivation at Rabininsia Memorial Hospital
The study sought to determine the influence of intrinsic factors on employee motivation at Rabininsia Memorial Hospital. Most respondents claimed from the research findings that recognition and appreciation influence employee motivation. In study conducted by Moloudi (2016) noted that recognition and appreciation were key factors in the enhancement of employee moral standards and work satisfaction that are directly related to corporate success. Since workers feel like a member of the organization and are respected as they are recognized and praised for the individual task done. Rabininsia Memorial Hospital management is appreciated to give recognition and appreciation to workers who display an exceptional performance due to the fact that it makes them feel like part of the company and therefore will eventually contribute to organisational successes.

Research findings revealed that workplace cooperation influence employee motivation and to the large extent help by management in employee competence and ability influence employee motivation. Effective cooperation in the work place is a crucial element in fostering morale among workers. Most people who maintain positive relationships with their staff have the following conduct: empathy for work-related issues, understanding of employee difficulties, good communication, strengthened workplace skills and skills, and frequent feedback on the outcome to ensure employees know their role often. If a task brings progress on employee performance and skill, workers continue to be inspired by it. This is a simple condition to establish with organizational cooperation (Mande, 2017). Trust has a tacit bond, whether they are relatives, associates or acquaintances, between trustworthy individuals. In other terms, confidence helps one to pass and separate the untrusted from many other trustworthy individuals. Most respondents stated that the degree of trust displayed at the workplace influences the morale of employees. Of course, trust-enhancing organizations are more typical.

From the study findings, the researcher unveiled that job feedback influence employee motivation at Rabininsia Memorial Hospital. Job feedback motivates employees to enhance their work performance by enhancing abilities, promoting exertion and embracing outcomes. If included in a Rabininsia Memorial Hospital managerial strategy and given consistently, effective feedback will assist the hospital in reducing employee errors, improving performance and increasing productivity within the place of work.

Fairness is also about how we conceive about how incentives, resources and the mechanism are handled and how people manage these benefits and opportunities. Research findings have shown that equal compensation at work motivates the workforce.  Not only to the Rabininsia Memorial Hospital, fair treatment at the workplace is essential to any organization's success as it can affect every organization's long-term survival in terms of the employer-employee relationship. Gracelyn (2018) stated that equal compensation has significant impacts on the behaviour of workers, including encouragement. Development and training for employees help employees understand how their job fits into the framework, task, priorities and achievements of their organization. As a result, workers will become more motivated and enthusiastic about their jobs, knowing how what they are doing matters to the organization's success (Namusonge, 2017). This supports findings of this study whereby researcher discovered that job training and development influence employee motivation at Rabininsia Memorial Hospital. 

Ashu (2019) has proposed that the hierarchy of Maslow requires theory often determines how people are happier at work when they requires recognition (autonomy, control and respect) are fulfilled. Findings of this study depicted that job empowerment and employee autonomy influence employee motivation. The empowerment of Rabininsia Memorial Hospital promotes and allows employee responsibility to improve their work performance. This obviously plays an important part in inspiring an employee to meet his or her organizational responsibilities.
4.12.2 The Influence of Extrinsic Factors on Employee Motivation at Rabininsia Memorial Hospital
Mueller (2015) concluded that external motivation involves awareness that activity is not alone but that it is the result of the external consequences to which it leads, such as tangible or rewards. The results of this study showed that wage structure affects motivation of employees at Rabininsia Memorial Hospital. Salary structure motivates workers, it can improve the bottom line of any company as their productivity level rises when employees are motivated. The most significant factor in people's decision to accept or reject a job offer has been identified in recent studies (Mkubwa, 2019; Vuai, 2019). It's capable of magnetizing, enticing and motivating workers to perform more. Frederick Taylor and his science management associate have described money as the most powerful motivator to improve productivity in industrial workers (Josephine, 2016).

Many of the participants say that the leadership style in the organisation influences the morale of workers. Such observations are aligned with the results of Junior (2016), which indicate that effective leadership is a significant element in the development of employee satisfaction. Providing staff with required tools, such as; work-related problems, clear coordination and regular input on the success of employees increases workplace productivity. The employees of Rabininsia Memorial Hospital deserve an appreciation of their membership, visibility into decisions that are critical and appreciated. Rabininsia Memorial Hospital and other organisations around the world should recognize that good leadership is a predictor of motivation for the employees.
The concept of improved employment has become a central resource for management in the enhancement of employee social and organizational development. The findings of this study revealed that the degree of enrichment that has been implemented by the organization affects the morale of employees. This result is in keeping with the findings by Vatoloco (2017) that job enrichment raises the amount of people's autonomy, power, expertise and responsibilities that ultimately lead to reducing rigidity, tediosity, loss of imagination and hence to growing employee motivation.

Study findings indicated that organizational communication and information flow influence employee motivation at Rabininsia Memorial Hospital. When information flows back and forth at work, it ensures that input is obtained in a comfortable environment for the employer and employees. When this happens, parties involved are mutually supportive and take into account each other. In particular during major organizational changes, the need for information sharing between the employer and staff of Rabininsia Memorial Hospital is not overemphasized. Uncertainty may quickly cause workers to fear or even lose their jobs. The greater the uncertainty, the less the productivity. Adam, (2019) added that it provides confidence and trust as educated staff.

Rizzi, (2017) argued that if the work environment is not properly designed as an extrinsic motivation factor, or if it is stressful for the employee, it can lead to exhaustion and reduced motivation for the job. Unconducive working conditions affect quality and quantity performance, and inhibit success for employees. Improving the working environment by emphasizing the welfare of employees could lead to lower turnover and increased productivity. This is aligned with the results of this report, where the researchers noticed that the market climate at Rabininsia Memorial Hospital affects morale of employees. It is therefore the responsibility of the management of the Rabininsia Memorial Hospital to have a friendly work environment that will motivate workers to work safely and to perform their jobs accordingly.

According to Purta and Damanyanti, (2020) punishment of a person after a violation, an offense or an offense is the suffering or intentionally inflicted on him. The aim is to inspire workers to enhance job efficiency and behaviour. Researchers find that workplace morale is influenced by the introduction of retribution. Rabininsia Memorial Hospital also would punish incompetent and dismissed staff, because that will impede the progress of others. Most respondents indicated that the system of reward and promotion influences employee motivation. Rewards affect the morale of workers and motivate employees to obtain their goals. 

Anna (2018) claims that motivational reinforcement has significant consequences for the morale of workers. There is usually a strong demand for advancement among workers, as it includes improvements in work material, salary, duty, flexibility and role, among other items. Employees at Rabininsia Memorial Hospital may be pleased with their rewarding system and promotional opportunities, but may become frustrated with it as they compete with their colleagues and find their rewarding system and promotional opportunities less appealing. If the Rabininsia Memorial Hospital wishes to have highly motivated staff, highly efficient employees will provide attractive and equitable recompense and promotion opportunities.
The study findings portrayed that, to large extent, majority of the respondents depicted that the nature of the job itself influenced employee motivation. This finding match the finding of Owoyele, (2017) who believed that the essence of work itself is a dominant factor in the motivation of employees as employees consider various aspects of their jobs, such as management, incentives for development, salaries and colleagues, etc. This is because the motivation of an employee will improve as the job of an employee is perceived to be important and less challenging. Stressful employment is, on the other side, well-known trigger of poor morale and social expectations, declining workplace efficiency, high staff turnover, sick leave, disability, low worker satisfaction, products and services of poor quality as well as inadequate internal contact and conflict.







5.1 Chapter Overview 
This chapter addresses the findings and of the examinations of the factors affecting employee motivation in Tanzania's private hospitals: the Rabininsia Memorial Hospital case. The findings are defined in accordance to specific research objectives. The findings are focused on the results from the questionnaires distributed and data on the study questions. 

5.2 Conclusion 
Conclusions were drawn on the basis of research objectives. The major intention of this study was to the examine factors influencing employee motivation in private hospitals in Tanzania particularly at Rabininsia Memorial Hospital. The study concluded that there was a significant relationship between Intrinsic factors and Employee performance (r=0.219). The intrinsic factors were significant because they were the driving force within which the person begins and maintains a chain of action and reaction. The motivating variables fundamentally rely on employees' jobs and whether they feel the roles performed are essential and significant. Intrinsic motivation allows employees to care about their jobs. It is important to be conscious that the management of Rabininsia Memorial Hospital will motivate workers to rely more on extrinsic factors.

The study concluded that the external factors and employee performance had a positive relation (r = 0.507). The findings indicate that external forces emerge within the organization and are an intrinsic employee responsibility. Many external factors are beyond management boundaries and should thus be utilized by management in order to boost employee motivations. In determining the level of motivation on its own, and also in affecting other factors , particularly the intrinsic factors that further determines motivations of employees, the way Rabininsia Memorial Hospital treats or handles these external factors was significant. The Rabininsia Memorial Hospital management will need to develop a strong working partnership to understand and address the concerns of workers and their motivating factors.

5.3 Recommendations 
On the basis of the findings, recommendations for potential implementation are as follows;
i.	Regular meetings with employees to inform management of their grievances are a motivating factor for employees; 
ii.	New reward packages which affect hospital performance should be approved by Rabininsia Memorial Hospital management; 
iii.	A new performance measuring tool such as the Balance Score Card should be adopted in the Memorial Hospital of Rabininsia. This makes equal and transparent bonus schemes for workers who perform better than others. Adoption of these instruments would also helps employees to be motivated personally, because they also increase morally in order to achieve the hospital targets effectively.
iv.	In addition, the Rabininsia Memorial Hospital should address foreign factor, since addressing these factors could be expensive and not necessarily result in high levels of motivation for employees; and
v.	In addition, management of Rabininsia Memorial Hospital will adopt strategies and activities that have a beneficial effect on the morale of employees. The general corporate priorities and strategies will be integrated to sustain this plan and lead to the long range and short-term human development approach for the Rabininsia Memorial Hospital.

5.4 Limitations and Areas for Future Studies
5.4.1 Limitations of the Study
The researcher faced the following constraints when conducting this study: 
i.	In order to clarify uncertainty regarding the questionnaires given to participants, face-to-face sessions were limited in time. The researcher overcomed this restriction by including a cover letter to guarantee the maximum confidentiality of participants and that they are used exclusively for study purposes. The study also designed and administered the questionnaire in plain language.

5.4.2 Areas for Future Studies
This study expands existing knowledge on the factors influencing employee motivation in Rabininsia Memorial Hospital, Tanzania. While this study meets its aims, there are a range of fields for future studies and empirical research, as the work limits;
i.	This research was geographically confined primarily to Rabininsia Memorial Hospital in Dar es Salaam. Therefore, it may not be suitable to generalize these findings to all private hospitals found in the country. Further empirical studies are therefore required in distinct areas as well as in other East African nations;
ii.	On methodology, the research approach selected for achieving the study goals was restricted to quantitative approach.  Therefore, prospective studies may draw on this analysis by analyzing the factors influencing employee motivation in various sectors and industries qualitatively and quantitatively. Future studies could use the same survey tool and technique to generalize research more globally;
iii.	To implement the study in terms of a longitudinal rather than a descriptive research design can provide the trending perspectives on the changes of the influential factor effects over time with employee motivation;
iv.	 Finally, only one data collection method was used, so subsequent work might triangulate via interviews; and
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APPENDIX I: LETTER FOR DATA COLLECTION
I’m GIVILINA L. MOLLEL, a student from Open University of Tanzania (OUT). I am doing research on Factors influencing employee motivation in private hospitals in Tanzania: a case of Rabininsia Memorial Hospital and therefore the purpose of this questionnaire is to capture information that will reflect the study topic in particular as a study area. I kindly ask you to assist me in my study by answering the following questions. I assure you that your information will be kept confidential.
Please contact me at: Mobile: 0653335626; email: gvlnmollel@hotmail.com





PART 1: DEMOGRAPHIC INFORMATION 
(Tick the appropriate answer)
1	Gender	Male Female
2	Specify your age	18-2425-34	35-44 45  and  above
3	Education	CertificateDiploma   Degree Postgraduate  
4	Working experience	Below 2 years 2-5 years 6-9 years10 and above

PART B: SPECIFIC INFORMATION (Circle appropriate answer)
INTRINSIC FACTORS 
The section sought to determine the influence of intrinsic factors on employee motivation at Rabininsia Memorial Hospital.
Please, put a tick (√) in the appropriate box against the statements as defined below; 
1=No extent 2= Little extent 3=Moderate extent 4=Large extent 5=Very large extent
STATEMENTS	Options
Recognition influence employee motivation	1	2	3	4	5
Appreciation influence employee motivation.	1	2	3	4	5
Workplace cooperation influence motivation level in my organization	1	2	3	4	5
Help by management in employee competence and abilityinfluence employee motivation	1	2	3	4	5
The degree of trust exhibited at my work place influence employee motivation	1	2	3	4	5
Job feedback on my level of performance influence employee motivation	1	2	3	4	5
Fairness of treatment at the workplace influence employee motivation	1	2	3	4	5
Job training and development has an influence employee motivation	1	2	3	4	5
Support of personal growth influence employee motivation	1	2	3	4	5
Job empowerment and employee autonomy influence employee motivation	1	2	3	4	5
EXTRINSIC FACTORS 
The section sought to assess the influence of extrinsic factors on employee motivation at Rabininsia Memorial Hospital.

Please, put a tick (√) in the appropriate box against the statements as defined below; 
1=No extent 2= Little extent 3=Moderate extent 4=Large extent 5=Very large extent
STATEMENTS 	OPTIONS
Salary structure influence employee motivation.	1	2	3	4	5
The style of leadership in the organization influence employee motivation	1	2	3	4	5
The degree of job enrichment embraced by the organization influence employee motivation	1	2	3	4	5
Organizational communication and information flow influence employee motivation	1	2	3	4	5
Working environment at the organization influence employee motivation	1	2	3	4	5
Presence of employee punishment influence employee motivation.	1	2	3	4	5
Rewarding system and promotion opportunities influence employee motivation.	1	2	3	4	5
Nature of the job itself influence employee motivation.	1	2	3	4	5





The section sought to find out indicators of employee motivation at Rabininsia Memorial Hospital.
Please, put a tick (√) in the appropriate box against the statements as defined below; 
1=No extent 2= Little extent 3=Moderate extent 4=Large extent 5=Very large extent
STATEMENTS 	OPTIONS





Volunteer for Challenging Assignments.	1	2	3	4	5
Enthusiasm	1	2	3	4	5
Awareness	1	2	3	4	5
High productivity	1	2	3	4	5
Less employees’ turnover	1	2	3	4	5
Job satisfaction	1	2	3	4	5

Student’s Name: …………………………..
Student’s Signature …………………………
Date……………………………..
Supervisors name………………………………………….
Supervisors comment ……………………………………………………………………………………………………………………………………………………………………………………………………………………………
Date: ……………………………………………………………….

DEPENDENT VARIABLE


INDEPENDENT VARIABLES


INTRINSIC FACTORS
	Love
	Freedom
	Trust
	Belonging


EMPLOYEE MOTIVATION 
High productivity
Less absenteeism
Less employees’ turnover
Job satisfaction

	Unionization



EXTRINSIC FACTORS
	Salaries
	Rewards
	Fear of Punishment
	Compensation



